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Introduction 


The purpose of this paper is to help employers, employee groups and others to understand 
the concept of equal pay by explaining the intentions of Sectionllof the Canadian Human 
Rights Act and the Commission’s approach to its application. 


This is primarily a working paper which can be used for reference by those responsible for 
developing pay systems or assessing the systems already being used by employers to ensure 
that they comply with both the spirit and the letter of the Act. 


The papery provides examples of the different methods available to make the implementa- 
tion of the concept of equal pay for work of equal value more effective and, finally, touches 
on the basic procedure for investigation and conciliation of complaints relating to Section 11 


of the Act. 


Digitized by the Internet Archive 
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The paper is divided in the following sections: 
Background to the concept of equal pay for work of equal value............... 


The Canadian Human Rights Commission’s statutory responsibility 
and approach with respect to Section 11 of the Act. . 0.5 6 en wee ee ewes 


General description of the job evaluation systems ............ 000.0. e eee 
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Background to 
the concept of 
“Equal Pay for Work of Equal Value” 


The principle of equal pay for work of equal value has emerged from long years of struggle 
to achieve over-all wage parity between men and women, it is of particular relevance to job 
categories occupied predominantly by women. 


“Equal pay for equal work” had been debated since the beginning of the twentieth century 
and Canada introduced it into legislation in 1956 for institutions under federal jurisdiction. It 
proved ineffective, however, in solving the problem of wage disparities between men and 
women. Its very narrow interpretation, requiring two jobs to be identical before they could be 
compared, accentuated systematic job categorization and the formation of ghettos of so- 
called female occupations (nursing, secretarial science and the like) and male occupations 
(electronics, truck driving and so forth). Once certain types of requirements or duties specific 
to particular categories were introduced into job evaluation systems, the principle of equal 
pay for equal work could be ignored, since the jobs held by men and by women were different 
and could not be compared. 


Sexist job categorization and the gap between men’s and women’s salaries therefore both 
increased considerably, as the following statistics from 1978 Statistics Canada Reports show. 


Although over 62% of working women support or help to support a family, 61% of women 
who work receive less than $6,000 a year, compared to 28% of men. Of sole support fami- 
lies headed by men, 8.5% have incomes below the poverty line; of sole support families with 
a woman head, 44.1% have incomes below the poverty line. Between 1960 and 1977, total 
labour force participation rose from 56.2% to 61.5% of the population of Canada. But the 
percentage of women who work increased from 27.9% in 1960 to 46.0% in 1977. 


Statistics for 1977 also show that the labour force was distributed as follows: 
Women: 4% Agriculture 15% Industry 81% Services 
Men: 10% Agriculture 35% Industry 55% Services 
A high proportion of the women working in industry are in the food, textiles 


and clothing sectors, where the average weekly wage is below the 1978 nation- 
al average of $270 a week. 


Furthermore, in 1971, 46.4% of the female labour force was concentrated in the following 
ten job categories: 


1. | Stenographers and typists 


Ze Sales clerks 

3. Babysitters, maids and related service workers 
4. School teachers 

5.  Tailoresses, furriers and related workers 

6. Waitresses and Bartenders 

7. Graduate nurses 


8. Nursing assistants and aides 
9. Telephone operators 


10. Janitors and cleaners 


Seventy-two per cent of all those working in the above categories were 
women. 


Statistics for 1976 also show that the average income of a working woman was about 53% of 
the average salary men earned. 


These statistics underline the need to come to grips with the employment systems which 
have enshrined such compartmentalization of job opportunities for women. There are two 
separate but complementary approaches to this problem; namely, the principle of equal 
employment opportunities which covers hiring, transfer and training system within the com- 
pany, and the principle of equal-pay for work of equal value, which involves compensation 
and job evaluation systems. 


The latter approachwas introduced by the International Labour Organization in 1951, in the 
Rome Convention. Over ninety countries have signed this convention, though without 
necessarily changing their legislation. Canada signed the Rome Convention in 1972 and 
altered its legislation in 1977. Section 11 of the Canadian Human Rights Act is designed to 
eliminate, in the long run, job ghettos and push for a reappraisal of existing compensation 
and job evaluation systems in organizations under federal jurisdiction. 


Job evaluation systems were first developed and applied to businesses in the early 1930's. 
Our research in many organizations under federal jurisdiction across Canada has led to the 
following conclusions: 


As a general rule, the larger companies under the federal jurisdiction, such as 
banks, crown corporations and transportation and communication companies, 
use detailed and fairly well developed job evaluation plans to determine the 
value of management positions. For clerical or white-collar positions, they use 
a mix of factor comparison and point system and, in a few cases, ranking sys- 
tems. Manual or blue-collar work, most of which is unionized, is paid according 
to negotiated wage scales without a formal job evaluation system. 


In some organizations such as the federal government, the classification system 
is designed on the basis of specific individual job categories; internal compari- 
sons between job categories are not made. 


All the job evaluation plans we studied, whether developed and used in Can- 
ada or the United States, whether sophisticated or simple, refer with few 
exceptions to the following four criteria, in one form or another: skills, effort, 
responsibility and working conditions. 


All the sources we consulted, including studies dealing specifically with equal 
pay and studies of job evaluation in general, stressed the difficulty of applying 
a universal job evaluation plan to all categories of jobs and companies. 


The Canadian Human Rights 
Commission’s Statutory 
Responsibility and Approach 
with Respect to Section11 of the Act 


The Commission is responsible for seeing that the Canadian Human Rights Act is imple- 
mented. To this end, with respect to Section 11, it acts on certain fundamental principles 
which determine the thrust of its activities. 


Since the Commission’s role is to establish more equity in pay scales between men and 
women rather than to challenge the over-all economic structure or to standardize wages 
across the country, generally accepted regional economic disparities are taken into 
account by the definition of “establishment” set down in the Equal Pay Interpretation Guide. 


The value of a job must be defined in terms of the value to the employer, of 
the work accomplished, but not solely on the basis of labour market conditions. 


The money value attached to a job or a profession has traditionally been determined in our 
society primarily on the basis of how difficult it is for employers to obtain the type of labour 
required for the job. Moreover, it appears that the standards used to determine the qualifica- 
tions required to perform a considerable number of duties have been predicated on 
characteristics traditionally stereotyped as male. Those stereotyped characteristics can per- 
haps best be explained in terms of the predominant social roles prescribed for men and 
women, by a society moving from an agricultural to an industrial form of economic 
organization. 


Since the demand for “male” qualifications has been greater than that for “female” ones, 
wages for so-called men’s jobs have risen out of proportion to wages for so-called women’s 
work. This has led to a shortage of male labour. The Act, thus, challenges the economic prin- 
ciple of supply and demand, considering that it has been distorted in its application to the 
wage market because the methods used to categorize the market were developed on the 
basis of unbalanced factors. Although the make-up of the labour market has altered 
considerably in recent years, the historic money values attached to jobs are perpetuated, 
partly because of the prevailing surplus of available workers. 


Section 11 (2) of the Act specifies: 


“In assessing the value of work performed by employees employed in the same 
establishment, the criterion to be applied is the composite of the skill, effort and 
responsibility required in the performance of the work and the conditions under 
which the work is performed.”’* 


It stresses the necessity of using some sort of job evaluation system so that it will be possible to 
refer to tangible data used to rationalize the structure of positions in an organization and force 
a more rigourous thinking... 


It is therefore important for employers to develop and use job evaluation systems and for 
the Commission to develop tools with which employers, unions and others can assess those 
systems and find if they comply with the requirements of the Act. 


In view of this, the Commission had to choose between: bringing into question the very 
foundations on which job evaluation is based at present or adopting a more pragmatic 
approach by attempting to improve the existing systems and put them to better use, leaving 
scope for interpretation by those who develop and apply them. 


The Commission chose the second approach. It has resolved to use the systems in 
effect in companies and to develop parameters for measuring and assessing 
these systems and the way they are used. 


The choice of this approach implies that the attitudes and practices of the people directly or 
indirectly concerned with compensation and job evaluation systems may have to be modified 
in order to change their perspectives on the categorization of manpower. 


Equal Wages Guidelines — Canada Gazette part Il, Vol. 112, No. 18 — The Guidelines are 
available at offices of the Canadian Human Rights Commission. 
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General Description of Job 
Evaluation 


The determination of wages is influenced by the following four factors: 


1. Labour market conditions and ability to pay 
The results of union-management negotiations 


The nature of the duties and the content of the job 


a ee 


Legislation 


Pay and compensation systems must therefore take these four elements into account, in 
varying degrees. The concept of equal pay for work of equal value as contained in the Can- 
adian Human Rights Act expressly covers the type of duties and the content of the job which 
makes it necessary to determine the “value” of the work by using a job evaluation system. 


Job Evaluation Systems 


In simple terms, these systems may be defined as tools used to rationalize the structure of 
positions in an organization or profession by determining their values in relation to each other; 
a fair wage scale can then be established. 


Although such systems are not rigourously scientific and objective, they have the merits of 
establishing reasonably systematic methods of determining wages and ensuring some objec- 
tivity. The evaluation deals with the content of the positions, not the people who occupy 
them. 


Every job evaluation system has the following three stages: 


(A) Job Analysis 
(B) Job Evaluation 


(C) Establishment of a wage scale 


and is subject to an implementation procedure. 


(A) Job Analysis 


This phase consists of determining the content of positions or, in other words, 
defining the duties involved in each job and the requirements for it. The elements of a posi- 
tion analysis may be summarized as follows: 


— collecting the data and documenting the position; 

— describing the position. 
This implies that the analyst must know what constitutes an individual’s regular work and in 
what context it is carried out. It is therefore very useful to interview the employees and their 


immediate supervisors and conduct an investigation on the premises so as to have an accu- 
rate idea of the environment and full understanding of the work before describing it. 


(B) Job Evaluation 


Evaluation involves comparison with a unit of measurement or a standard. This procedure 
presupposes the use of a systematic method related to the ultimate goal. 


In evaluating jobs, four methods are generally used: 


(1) A Ranking System 
(2) A Classification System 
(3) A Factor Comparison System 


(4) A Point System 


The first two are non-analytical methods aimed at constructing simple scales or levels. The 
latter two are analytical methods aimed at developing indices of job characteristics on the 
basis of measurable variables by using carefully defined criteria. 


All these methods are characterized by their subjectivity. The first two seem to be better 
adapted to small businesses where the positions are few in number and not complex. The 
factor comparison system seems to present advantages over the preceding two in that it 
allows comparisons to be carried out more systematically and promotes greater accuracy. 
However, it entails long, detailed, complex and costly work. For this reason, it is seldom 
used. 


The point system can be applied by means of an analytical process which makes it possible 
to evaluate the various factors which go to make up each job. This method also allows the 
relative value of positions to be measured using a numerical scale (see page 10 ~ for 
example). It is made up of the following three successive stages: 

1. Determining the factors 


2. Evaluating the factors 


3. Comparing the positions. 


(C) Establishment of a Wage Scale 


The final phase in the job evaluation process consists of converting the results of the analy- 
sis and evaluation of positions into money terms. 


General economic conditions, the ability to pay, the rate of pay for analogous positions in 
other companies in the region, the current rate of pay within the company and the compara- 
tive value of the jobs to the company concerned must all be taken into account. 


Example of a Point Factor System 
and the Kind of 
Bias that Can be Built In 


Since this system is the one most commonly found in organizations under federal jurisdic- 


tion, we shall use it as an example to illustrate the discriminatory elements of job evaluation to 
which Section 11 lends itself. 


Determining the Factors 


The first step is to list all the factors common to all positions. As we were previously saying, 
most of them will be related to those four broad criteria, namely “skills, effort, responsibilities 
and working conditions”. 


Next, in order to go into more detail, some sub-factors are determined, such as: 


— Training and previous experience 

— Training and experience to be acquired on the job 
— Physical and mental skills 

— Physical and mental effort 

— Financial and material responsibility 

— Supervisory responsibility 

— Responsibility for accuracy and confidentiality 
— Working conditions. 


Some job evaluation systems are based on factors which are related to characteristics 
traditionally stereotyped as male, such as physical skills and efforts. 


Example: 


In one company, the women are responsible for quality control on an assembly 
line and the men transport the material required for the operation of the 


assembly line. 


The job evaluation system used to determine the value of the jobs includes a 
sub-factor relating to the effort required to lift weights, but it does not include a 
sub-factor relating to the effort required to repeat the same regular movement 
under restricted conditions while maintaining constant visual concentration. 
As a result, the work performed by the women is automatically undervalued. 


Evaluating the Factors 


When the factors have been defined, each of them are assigned a numerical scale which 
will be used to rank the value of the factors in relation to each other and which also will be 
used to measure the importance of each of these factors in the carrying out of each position. 


Each factor must, therefore, be given a total number of points depending on the impor- 
tance allotted to it in the overall evaluation; these points are then subdivided into a certain 


amount of grades so that the positions can be differentiated appropriately. 


The following is an example of point distribution in arithmetic progression, in 
a system totalling 1,000 points or 100% and showing some specification of 


grades: 


Working Conditions: 15% or 150 points 


Standard office 


Minor 
disadvantage 


Noticeably 
disagreeable 


Disagreeable 


Comparable to standard office. 


Inside but with some exposure to 
weather, dirt, oil, noise. Limited 
travelling. 

Little chance of injury. 


Typical factory conditions. Exposure to 
severe disagreeable conditions of fumes, 
temperature, noise, dust, etc. Probability 
of minor injury. 


Full time exposure to dirt, oil, noise, 

in unpleasant environment. Continuous 
outside work. Travelling up to 50% of 
the time. 
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15 points 


47 points 


82 points 


116 points 


Continuous expo- Possibility of permanent disability 150 points 


sure to severe accident. Full time travel and away from 

factors home. Attention to work for extended 
periods is just possible due to extreme 
conditions. 


Obviously, a system in which points have been poorly distributed among factors will produce 
biased results. Attempts to evaluate clerical jobs using a system under which adverse working 
conditions have a high proportion of the points, while skill and training are under-represented 
in the distribution of points, will result in an underevaluation of the clerical jobs. 


Comparing the Positions 


The final phase of applying the point rating system consists of totalling the number of points 
for each position analyzed to establish the value of the positions in relation to each other. The 
evaluation profiles obtained following the analysis must therefore be used as a basis for com- 
paring positions with each other in order to determine whether or not the duties are of equal 
value. 


Examples: 

Position Titles Total points 
Telephone operator 252 
Gardener 246 
Communications officer 262 
Junior accountant 264 
Cook 278 
Maintenance mechanic 282 
Clerk typist 284 
Secretary 318 
Electrician 380 


ict 


Ways to Find Bias in Systems and to 
Decrease Risks of Inequities 


One way to bring out the wage differences between positions of equal value in the com- 
pany would be to evaluate a sample of jobs predominantly or historically occupied by men 
and a sample of jobs predominantly or historically occupied by women, using a job evaluation 
system which meets the standards of the Act. After the evaluation is completed, jobs found to 
be of equal value could be compared with respect to the wages currently paid for each. 


Examples: 
Women Men 
Titles Points Wages Titles Points Wages Difference 
Telephone 
operator 222 $610 Technician 226 $990 $380 
Clerk 
typist 284 $640 Mechanic 282 $995 3505 
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One way to put some light on holes in job evaluation plans would be to use different job 
evaluation systems to assess the value of a certain number of samples of positions picked ina 
company and compare the different results. + 


Examples: 


Point scores using job evaluation “A” and job evaluation “B” plans 


Male Jobs Female Jobs 
Job No. Plan “A” Plan “B” Job No. Plan “A” Plan “B” 


1 281 130 7 159 eo 
2 178 110 2 100 110 
5 195 140 9 ices. 130 
+ 257 hob a 260 205 
> oon 190 5 228 180 
6 447 310 6 250 215 


This example shows a big difference between the male and female jobs when 
using plan “A”, while it is almost even when using plan “B”, which can 
indicate that plan “A” discriminates on the basis of sex. 


It should be remembered that it is very difficult to devise a job evaluation system which 
treats the factors relating to both clerical and manual jobs in a balanced way. There will una- 
voidably be some element of uncertainty in weighing factors and determining levels for the 
purpose of comparison when concrete rules cannot be applied. Moreover, the evaluation of 
the positions themselves can never be completely free from any risk of error resulting from the 
analyst’s subjective judgements. Because of this, such systems do not absolutely guarantee 
the elimination of wage discrimination. 


We believe, however, that developing more accurate techniques, training qualified analysts 
and ensuring careful monitoring of evaluations will enable us, if not to eliminate, at least to 
reduce substantially the problems inherent in these systems resulting from the lack of 


objectivity. 


tStudy done by Professor P.Y. Walmsley — Department of Industrial Relations and Organization Behaviour, University of Saskatoon, 
Saskatchewan. 
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We cannot stress enough the importance of the role played by analysts and classification 
specialists, since their attitudes and practices have a direct bearing on compensation and job 
evaluation systems. It is therefore essential that they be trained to: 


— Understand the facts and assess them objectively, determine their relative im- 
portance and study them according to a systematic method. 


— Acquire a thorough knowledge of job evaluation and of their own system. 
— Be aware of the mistakes to avoid. 


— Go into details carefully, using, where appropriate, such investigative proce- 
dures as observing the job and its operation directly, administering a question- 
naire to employees performing the duties in question and interviewing the 
employees and their immediate supervisor. 


It is also important to review the analysis so as to ensure that the system is applied uniform- 
ly and consistently. Such revision can be done by a job evaluation committee and/or the use 
of another system. 


In conclusion, even if we concur in some criticisms of current job evaluation systems, we 
believe that they are useful in permitting to rationalize the structure of positions in organiza- 
tions, in establishing reasonably systematic methods of determining wages, and in giving a 
basis of more tangible data on which it is possible to argue. Those advantages greatly balance 
the lack of accuracy and the danger of misuse of these systems. 
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Investigation Procedure 


The application of the concept of equal pay, as contained in the Canadian Human Rights 
Act, will bring about significant economic and social change. 


Studies conducted in the United States and Canada show that, on the average, twenty per 
cent of wage discrimination is related to sexist categorization of workers. This means that 
eliminating job ghettos will entail financial costs which will have an impact both within the 
organization and on the outside wage market. 


Furthermore, having to assess the value of jobs in order to determine wages may in some 
cases modify the relationship between the employer and the union, for an additional element 
will have to be taken into consideration in the bargaining process. 


Comparing different jobs may, in some instances, lead to comparing wages negotiated by 
different unions within the same company, which will demonstrate the relative strength of the 
different unions and their use of the means of pressure at their disposal. 


Section 9 of the Act states that unions and employee associations are answerable for dis- 
criminatory practices with respect to their members. 


In view of the potential social and economic impact of these changes, the Commission con- 
siders it important to include the union and the employer in investigations relating to com- 
plaints of discrimination under Section 11 and to allow both parties to present their points of 
view and follow the investigation procedure, so that they may be prepared to accept the pos- 
sible consequences resulting from the investigation. 


For all these reasons and because we think it best to emphasize a relationship of confidence 
rather than the balance of power between the parties concerned, by providing them with in- 
formation, the Commission has developed an investigation procedure which provides for 
consultation among the various parties with the possibility of conciliation at each stage of the 
investigation. The attached diagram shows the basic procedure which can be adapted to suit 
the type of information collected during the investigation. 
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The Investigation of Equal Pay Complaints 


Letter — telephone — visit 


Intake Officer completes intake form 


| 


Act and Guidelines 
Legal Advice 
Questionnaires 
Compensation Consultant advice 


Referral? | => No Notify Complainant and close file J 


Refer and let Intake Officer complete intake 


Intake Officer collects information and : 
upporting documents needed to begin the investigation 


Mu 


4 t 
a 


Does it relate to Section 11? 


AA AA 


pale) 


< 
& 


Assign file to an Investigator 
and begin investigation 
Notify Respondent 


a 


Investigator and Equal Pay Specialist 
develop the investigation strategy 


U 


Is there any union involved? 


I 


Deal only with the Complainant 


AA A 


eis 


Investigator and Equal Pay Specialist 
meet with Union Representative 


Yes 


i 


| 


Investigator and Equal Pay Specialist 
meet with the Employer 
to obtain information on the 
compensation and classification system: 


Is it useful to do a job analysis? w= No The Equal Pay Specialist recommends action 
Recommendation to notify the Complainant 
Do we substantiate the complaint? => No and close file 


Yes Use the settlement process = a iee| 


1 


Yes Is there a job evaluation system Equal Pay Specialist proposes that the Employer 
in the organization? develop its own system or 

Cc adapt the Commission’s parameters to its organization 
Yes The Equal Pay Analyst checks the Employer's system g Parameters adapted by the Analysts 

using the Commission’s parameters <ves| Does the Employer develop own system? => No (Commission and Employer) 

Is the Employer’s system accurate? | => No The Analysts 
Ary (Commission and Employer) 
make the appropriate changes to the system 
Yes Information meeting with the Complainant 
(and/or the Union) 
to discuss the job evaluation system 
to be used for the investigation 


LI 


The Analysts develop the job analysis process 


Information meeting with the Complainant 
(and/or the Union) 
to discuss the job analysis process 


Interviews with the Employees concerned 


and collection of information on the actual duties 


[ Are there any job descriptions? => No Write job descriptions 


Information meeting with the Complainant 
(and/or Union) 
to discuss the final job descriptions 
(same meeting with the Employer) 


and discuss it with 
the Commission’s Job Evaluation Committee 


Information meeting with the Complainant 
(and/or Union) 
to discuss the results of the job analysis 


L The Equal Pay Analyst carries out the analysis 
| (Investigator, Equal Pay Analyst and Specialist) 


Information meeting with the Employer 
to discuss the results of the job analysis 


| Are the jobs of equal value? 


i lie la 


=> No Recommendation to inform people and close file | 


The Equal Pay Specialist recommends a settlement 
to the Investigator 


v4 


Information meeting with the Complainant 
(and/or Union) 
to discuss the recommended settlement 


Meeting with the Employer 
to discuss the recommended settlement 


Recommendation to the Commission — — 


Does the employer agree? for a Tribunal or Formal Conciliation 


Recommendation to the Commission 
to accept the settlement 


Pesta ta 


N.B. — If during the investigation one of the parties refuses to co- 
operate, the Commission will pursue the investigation Canadian Human 
without this cooperation, and may use Section 46-1¢ Rights Commission 


Schema de la procédure d’enquéte des plaintes de parité salariale 


_ a 
Lettre-téléphone-visite 


Formule complétée par l’agent d’accueil 
|} 
Ss Loi et ordonnances 


L’agent d’accueil recueille l'information avis légaux 
et les documents de base nécessaires oN questionnaires 
pour débuter l’enquéte | avis des spécialistes en parité salariale 


Peut-elle étre référée ailleurs? ] => Non} Informer le plaignant et fermer le dossier | 


La plainte est-elle reliée a l'article 11? => S 


Oui Assigner le dossier 4 un enquéteur Oui Référer et laisser l’agent d’accueil 
et débuter l’enquéte. poursuivre la démarche 
Aviser |’employeur 


Développement de la stratégie d’enquéte 


par l’enquéteur 
et le spécialiste en parité salariale 


Y a-t-il un syndicat d’impliqué? w> Non Traiter seulement avec le plaignant 


Rencontre des représentants syndicaux 
avec l’enquéteur 
et le spécialiste en parité salariale 


Rencontre de l’employeur 
pour !’obtention d'information 
sur les systémes de rémunération 

et de classification | 


Est-il nécessaire de procéder Le spécialiste en parité salariale 
a une évaluation d’emploi? recommande action 


Recommandation d’informer le plaignant 


La plainte est-elle justifiée ? | => Non et de fermer le dossier 
Oui Utiliser la procédure de réglement #— ] 


Oui Y a-til un Proposition a l'employeur de développer 
systéme d’évaluation d’emplois => Non son propre systéme 
dans l’entreprise? ou dutiliser les paramétres de la commission, 


adaptés a l’entreprise 


Vérification du systéme de I’employeur, g Adaptation des paramétres a l’entreprise, 
au moyen des parametres par les analystes 


par l’analyste en parité salariale Qui <— Zz Lemployeur développe-t-il son systéme? w= Non (Commission-employeur) 


Le systéme de l’employeur est-il adéquat? =P Non Modification du systéme 
par les analystes 
(Commission et employeur) 


= 


Rencontre d'information avec le plaignant 
et/ou le syndicat 
pour discuter du systéme d’évaluation 
utilisé pour l’enquéte 


Développement d'une procédure d’analyse 
par les analystes 


Rencontre d’information avec le plaignant 
et/ou le syndicat 
pour discuter de la procédure d’analyse 


Rencontre des employés concernés 
pour recueillir l'information 
sur les taches a analyser 


Y a-t-il des descriptions d’emplois disponibles ? > onl, Rédaction des descriptions d’emplois | 


Vérification des descriptions d’emplois 
avec l'information recueillie 


Rencontre d'information avec le plaignant 
et/ou le syndicat 
pour discuter des descriptions d’emplois finales 
(méme rencontre avec l’employeur) 
Lanalyste en parité salariale 


procéde 4 |’analyse des postes 
et en discute avec un comité 
IL d’évaluation 4 la Commission 


Rencontre d'information avec le plaignant 
et/ou le syndicat 
pour discuter du résultat de l’'analyse 
(enquéteur, analyste et spécialiste en parité salariale) 


< 


Rencontre d’information avec lemployeur, 
pour discuter du résultat de l’analyste 
Recommandation d’informer le plaignant 


et/ou le syndicat 
Les emplois sont-ils équivalents ? =P Non et de fermer le dossier 


de la plainte, 4 l’enquéteur sa 


Rencontre d'information avec le plaignant 
et/ou le syndicat, 


pour discuter du réglement recommandé 


Rencontre de l’employeur pour l’informer 
du réglement qui doit étre appliqué 


[ Recommandations sur le réglement 


Recommandation a la commission 


5 pour procédure de conciliation 
L’employeur est-il d’accord ? | =P Non ou mise sur pied d’un tribunal 


ivy 
=< 
vg 
vg 
ivy 
ivy 


Oui Recommandation a la commission 
d’accepter le réglement 


N.B. — Si, en cours d’enquéte, l'une ou l'autre des parties 


refuse de collaborer, la commission poursuivra l’en- 
quéte sans cette collaboration, et pourra utiliser Commission canadienne 


l'article 46-1-C. des droits de la personne 
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